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The present paper aims to explore the relationship between the leadership style and organizational 
citizenship behavior linked to organization (OCB-O) and the moderating role that employees 
characteristics playing in this relationship within the Libyan oil organizations. The concept of 
leadership implies an interactive process between leaders and their employees. Historically, 
scholarly efforts in the field of leadership have focused primarily on the leader. Recently, rising 
calls pointed out to explain the role that employees characteristics playing in the leadership 
Process.  However, researchers have only begun to explore followers’ perspectives in regards to 
this relationship. Therefore, this paper examined the role of follower characteristics as a 
moderator on the relationship between leadership style and employee's organizational citizenship 
behavior linked to organization (OCB-O). Utilizing a sample of approximately 194 workers in 
Libyan oil's organizations, this study expects that conscientiousness will positively moderate the 
relationship between leadership style and the OCB-O of employees. 
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1. INTRODUCTION 
After years of research on the antecedents and consequences of in-role, or formally prescribed job performance, 
researchers since the 1980s have increasingly turned their attention to more spontaneous and voluntary behavior in 
the workplace that improve organizational functioning. The need for collective work, shared responsibility and 
consultation activities is abnormally high. followers may need to provide a high level of behavior are not explicitly 
explained in the work formal descriptions. Podsakoff, MacKenzie, Paine, and Bachrach, 2000, argued that  
Organizational Citizenship Behavior (OCB) is an activator of organizational performance. As it would be 
advantageous for an organization if its workers were able to engage in OCB, that raised an important question: How 
can organizations increase the OCB? Leadership has been considered as one of the most important predictions of 
the OCBs. according to Podsakoff et al., (2000) there are four factors that can enhance OCB among followers such 
as: leadership behaviors, staff’s specifications, occupational characteristics, and organizational characteristics 
(Purvanova et al., 2006). furthermore this paper assumed that employees' Consciousness will play an important role 
in enhance OCB-O among the followers. According to Bass, 1998, Transformational leadership is based on the 
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motivation and inspiration of subordinates to go beyond the call of duty so they are willing to show an extra effort 
at work duties, help their colleagues, and engage in other beneficial activities at the organizational level.  
Furthermore, past leadership theory and studies have focused almost exclusively on the impact or effect of leader 
traits and behaviors on subordinate attitudes and behaviors, despite the undeniable fact that leadership is an 
interactive process determined by both leaders and employees (Howell & Shamir, 2005). However, evidence show 
that it is unclear whether every employee response the same to different leadership styles. In this regard, it has been 
argued that employees might differ in responses to leadership on the basis of their personality characteristics and 
values (Dvir, Eden, Avolio & Shamir, 2002). Riggio, Chaleff, and Lipman-Blumen (2008) and Zhu, Avolio and 
Walumbwa (2009) recommended that, additional studies are needed to examine the role that employees play in 
terms of being active participants in the leadership process dynamics. Further, Zhu, Avolio and Walumbwa, (2009) 
affirmed that the “follower remains an unexplored source of variance in understanding the leadership processes”. 
Therefore, employees Consciousness will be examined as a moderator between transformational leadership and 
OCB-O. 
In addition, Consciousness includes features such as being dependent, organized, disciplined and persistent and it is 
supposed to have a connect to more impersonal forms of OCB, such as compliance and civic virtue, at the work 
itself and the organization (Organ, Podsakoff and MacKenzie, 2006, p. 81-82). In addition, Conscientious employees 
can do their share of work with minimal supervision (Morgeson et al., 2005). In addition, conscientious individuals  
are reliable, efficient and hardworking. They are predisposed to take the initiative in solving problems and are more 
careful and thorough in their work (Witt et al., 2002). It seems reasonable that these traits would result in higher 
performance POE. 
 
2. EMPIRICAL REVIEW OF LITERATURE 
2.1 ORGANIZATIONAL CITIZENSHIP BEHAVIORS OCB-O 
Organ (1988), view OCBs as individual behaviors that are discretionary, meaning that these behaviors or 
contributions are not directly captured by the formal reward system, and as a result do not have any bearing on the 
effective functioning of the organization (p. 353). It is scarcely surprising that in recent years OCB or its alias 
contextual performance has attracted significant research attention in its role as a behavioral outcome of followers’ 
motivation in organizations. 
When first introduced by Bateman & Organ in the 1980s, the concept of OCB was categorized into altruism and 
general compliance. The former concerns subordinates’ willingness to help others whereas the latter focuses on 
what subordinates should do (Organ et al., 2006). However, Organ (1988) expanded OCB into five categories, that 
is, conscientiousness, civic virtue, altruism, sportsmanship, and courtesy. Generally, altruism entails helping behaviors 
targeted at specific persons. Meanwhile, conscientiousness captures helping behaviors that target an organization as 
a whole. Organ conceptualizes sportsmanship as the willingness on the part of the subordinate or employee to 
“tolerate less than ideal circumstances without complaining” (see Johari & Yahya, 2009, p. 147). The other dimension, 
namely, courtesy, refers to actions aimed at preventing future challenges. Finally, civic virtue refers to a behavior 
that exhibits concern for the life or being of the organization. A close inspection of the five-factor approach, 
demonstrates clearly that the concept of OCB has experienced a number of transformations.  
For instance, Williams and Anderson (1991) split OCB into two forms, namely, OCB-I and OCB-O. It should be 
pointed out that OCB-I focus on behaviors at individual level whereas OCB-O focuses on employee behaviors at 
the organizational level. Williams and Anderson’s (1991) conceptualization was derived from Organ’s (1988) five 
dimensions of OCB. OCB-I comprises altruism and courtesy of Organ’s (1988) OCB dimensions while OCB-O 
comprises conscientiousness, sportsmanship and civic virtue. The OCB-O is adopted in the present paper because, 
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different mechanisms drive organizationally targeted and individually targeted organizational citizenship behaviors 
(Marinova, Moon, & Van Dyne, 2010), suggesting that OCB could be better conceptualized along its beneficiaries.  
 
2.2 TRANSFORMATIONAL LEADERSHIP 
The transformational leadership model was developed by Bass (1985). However, Bass was inspired by Burns (1978) 
whose theoretical ideas introduced the dichotomy between transactional and transformational leadership models 
(seeAntonakis, Avolio & Sivasubramaniam, 2003,p. 264). This approach has enjoyed wide theoretical and practical 
acceptance in the past three decades. This leadership style has been defined by many scholars as a model of leadership 
predicated on the leader’s desire to develop his or her employees’ motivation and full potential (Bass & Avolio, 1994; 
Bass, 1999). Meanwhile, Yukl (1989) describes transformational leadership as a leadership behavior that induces 
major changes  to organizational members’ attitudes, assumptions and committment towards the objectives and 
mission of the organization. However, McKoll-Kennedy and Anderson, (2002) defines transformational leadership as 
“guidance through individualized consideration, intellectual stimulation, inspirational motivation, and idealized 
influence” (p. 546-7). For McKoll-Kennedy and Anderson individualized consideration focuses on personal attention, 
while intellectual stimulation highlights the utility of rationality, reasoning, and evidence (p.547). Generally, 
transformational leaders are proactive, and motivate followers to accomplish extraordinary feats (see Antonakis, 
Avolio & Sivasubramaniam, 2003, p. 264). According to Jing (2008), the transformational model has added a new 
aspect to organizational research, that is, the visionary aspect of leadership and the emotional involvement of 
subordinates within an organization. As suggested by Bass (1985), transformational leadership involves a leader-
follower exchange relationship in which the followers feel  loyalty, trust, and respect toward the leader, and are 
inspired and  motivated to do more than initially anticipated.  
 
2.3 THE MODERATING EFFECTS OF EMPLOYEES' CHARACTERISTICS: 
According to, Robbins and Judge (2005) in explaining path goal theory they noted that employee’s characteristic 
plays a crucial and significant moderating role in the relationship between leadership and employee outcome 
variables. Thus, the leadership will be ineffective if personality trait is missing in the relationship between leadership 
and employee performance. Consciousness is a reflection of dutifulness, dependability, and self -discipline, a tendency 
of following rules and the order value. Thematically, these predispositions are related to more impersonal forms of 
citizenship (Organ et al., 2006) captured by the organization directed citizenship (OCB- O). Organ and Ling (1995) 
described Conscientiousness as “a generalized work involvement tendency (i.e., a liking for rule-governed behavior 
that probably is more characteristic of work in organizations than in other life domains)”. Consciousness pushes 
individuals to be committed to their organization, (Barrick and Mount, 2000) and therefore willing to engage in OCB- 
O ( Barrick & Mount , 2000).  
In addition, Conscientiousness refers to attributes such as neat, punctual, attentive, disciplined and reliable. Highly 
consciousness follower may also be predisposed to develop behaviors that extend beyond the performance behavior 
of the expected task. A positive correlation of consciousness and OCB presumably because OCB is a type of behavior 
that extends beyond the expected performance of the task (Singh and Singh, 2009). In addition, Konovsky and organ 
(1996) argued that the dimension of the personality conscientiousness was related to both civic virtue and 
conscientiousness of OCB (which are two components of OCB- O). In addition, Chiaburu & Oh (2011) in their 
study disclosed that Conscientiousness predicted OCB- O, and the correlation was the second largest (and the 
credibility interval excluded zero). In addition, recently Ilies , Fulmer , Spitzmüller & Johnson ( 2009) found that the 
pattern of conscientiousness of the direct and indirect effects (direct and indirect effects on OCB -O but indirect 
effects on OCB - I). 
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On the same ground, Keller (199) established that conscientious followers are more likely to prefer transformational 
leaders because these types of followers view charisma and dedication as ideal attributes in a leader. Equally 
important is the fact that most subordinates high on conscientiousness are good performers and as such leaders may 
appreciate them and be more appropriate to their developmental needs (eg individualized consideration). It is 
therefore expected that respond positively to subordinate the goal orientation and perseverance shown by 
transformational leaders consciousness. Since conscientiousness is a measure of self-control and determination. 
Highly conscientious people strive to achieve their goals and are deliberate, organized and disciplined (McCrae and 
Costa, 1992). These characteristics are closely related to the leader and overall job performance (judge and Bono, 
2000). As conscience leaders are more likely to comply with their commitments, it can improve follower faith in 
their leadership. Similarly, consciousness employees can be able to identify these leader behaviors and be compelled 
to follow their example. Thus: Employee conscientiousness will moderates the relation between transformational leadership 
style and employee OCB-O. 
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